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Introduction
Governments have grappled with policies to improve women's job market prospects. Of late, the spotlight has turned to paternity leave. Two articles in the media (Fortune, February 2015;  1 The New York Times, November 2014 2 ) highlight the potential benefits of paternity leave, including better job prospects for women. However, the discussion on paternity leave in the informal and formal literature is restricted to developed countries. Do paternity leave laws exist in developing economies? If so, can we uncover any relationship with employment outcomes?
The formal empirical literature suggests two mechanisms for the impact of paternity leave on employment of men and women. First, employer attitudes may change. That is, if a particular position requires investment in job training, employers may discriminate against women, anticipating frequent absence due to child birth and child rearing activities. However, if paternity leave allows men to spend more time outside employment, assuming considerable uptake of paternity leave, this may limit discrimination against women. Second, Becker (1985) indicated that significant changes in the household's time allocation can be achieved by minor changes in initial conditions. Therefore, changing the allocation of labor via paternity leave could change the trajectory of women's time spent on market activities. Empirical evidence on the impact of paternity leave on women's employment is mixed. For example, while Amarson and Mitra find a positive impact in Iceland, other studies find no such impact (see for example, Cools et al. 2015 , Rege and Solli 2013 , Ekberg et al. 2013 and Mansdotter et al. 2007 ).
The present study extends the above literature to the case of developing countries. Using a cross-section of firm-level survey data for private firms in 53 developing countries, the study finds that the proportion of women in total workers for a typical firm increases by as much as 6.8
percentage points (against a mean of 32 percent women workers) when we move from a country that does not mandate paternity leave to a country that does.
Data and Main Variables
Our main data source is the World Bank's Women Note that Women workers is a relative measure and hence our results are immune to spurious correlations due to factors that affect men and women employment equally. However, our results are qualitatively similar even if we use the absolute number of women workers at the firm.
Our main explanatory variable, Paternity Leave, equals 1 if the country has laws mandating paid or unpaid paternity leave and 0 otherwise. The data source for the variable is WBL (year 2010). There are 22 countries in our sample that mandate paternity leave while the remaining 31 do not.
Since Women workers varies at the firm level and Paternity Leave at the country level, the reverse causality problem is unlikely to affect our results much, although it cannot be ruled out 4 completely. For the omitted variable bias problem, we control for a large number of variables. 
Empirical results
OLS regression results are provided in Table 1 . These results show a large positive relationship between paternity leave and the share of women workers. The relationship is statistically significant at the 1 percent level and this holds irrespective of the controls in place. Quantitatively, without any other controls, the estimated coefficient value of paternity leave equals 0.068 (column 1). This implies an increase of 6.8 percentage points in the share of women workers for a typical firm (against the mean of 32 percent) associated with mandating of the law on paternity leave. This positive relationship becomes only stronger when we control for the variables discussed above (columns 2 to 8). For instance, with all the controls discussed above included in the specification, the estimated coefficient value of parental leave law equals 0.074 (column 8). A few points should be noted. First, controlling for Other WBL laws hardly changes our results (column 7 vs. column 8). This raises our confidence that our paternity leave variable is not a proxy for other gender specific differences in the laws. Second, controlling for overall economic development does cause the estimated coefficient value of the paternity leave variable to decline but the decline is not 6 drastic (from .087 in column 2 to .079). Third, industry fixed effects seem to matter somewhat for our main results in the sense that, controlling for these causes the estimated coefficient value of paternity leave variable to increase from .068 (column 1) to .083 (not shown, significant at 1% level). However, controlling for all the other variables discussed above does not matter much, with the estimated coefficient value of the paternity leave variable declining only modestly to .074
(column 8). Last, as expected, Women workers is higher and significantly so (at 5% level or less)
for firms with a woman owner, top woman manager, presence of foreign owners and exporting activity of the firm. Similarly, some of the macro controls such as GDP per capita, share of women's population and secondary enrollment ratio also show positive correlations with Women workers but these correlations are not too robust perhaps due to the high correlation between the various macro variables.
Conclusion
Using firm-level data for 53 developing countries, we find a strong positive relationship between the provision of paternity leave and women's employment. A number of issues remain to be answered. For example, does the provision of paternity leave affect women's employment equally or differently across all types of firms and developing countries? Are paternity and maternity leave substitutes or complements for women's employment? Why do some countries have paternity leave and others do not? We hope that future research will help answer these and related questions. Standard errors in brackets. *** (1%), ** (5%), * (10%). All regressions use a constant term. Sample size is 33,302 firms.
